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Abstract 
Transfer of training refers to the on-going application in the work setting of knowledge, skills, and attitudes acquired via a 
training/PD (professional development) programme. However, lack of transfer is recognised as an important factor in the 
literature, for not only is it unproductive training for the individual and the employing organisation but vast amounts of money 
are being squandered. The strategic planning for transfer has been recognised as a means of overcoming this concern. In this 
paper, consideration will be given to the development of a transfer of training audit (TOTA) to assist training and PD facilitators 
to effectively develop a plan to promote transfer in professional settings. Consideration will be given to a range of elements that 
are related to the promotion of effective transfer planning including roles of key players, learner characteristics, programme 
delivery, learning context, implementation development, strategies choice, and evaluation processes. An evidence-based 
approach using research findings, clinical experience, and contextual considerations will be used to identify important factors 
associated with successful transfer of training. It is anticipated that the development of TOTA will be a formative process with 
modifications and additional ideas added over time. 
 
© 2014 The Authors. Published by Elsevier Ltd. 
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1. Introduction 
In the past 30 years there have been considerable literature, theory, research and practice developments relating to 
transfer of training – the application of training ideas to a work setting. Not only has its importance in achieving 
improved performance outcomes been recognised but it has also been linked to a range of enhanced performances in 
the personal, professional and economic domains (Leberman, McDonald, & Doyle, 2006).  Given this, and with the 
huge amounts of funding devoted to improve performance, the importance of achieving transfer is widely 
acknowledged as a priority in training and (PD). Nevertheless, the strategic incorporation of effective principles and*  
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practices of transfer are still often overlooked in training/PD designs and transfer is simply expected to occur, but 
often doesn’t (Saks, 2002). Sometimes, this is due to lack of operational awareness and understanding about transfer 
or because the complexity of planning courses with embedded transfer features is regarded as too demanding. One 
approach to developing a transfer plan is to evaluate the instructional design in terms of the incorporation of the 
necessary transfer design features that would facilitate transfer and then combine these features into a coherent 
strategic approach. This paper utilises ideas from the literature to develop a transfer of training audit which could be 
used to assess the degree of transfer-promoting features in any programme and provide a foundation for the 
development of a coherent strategic transfer plan. 
2. Transfer of Training 
Haskell (2001) defines transfer of learning as “our use of past learning when learning something new and the 
application of that learning to both similar and new situations” (p. xiii) whilst transfer of training, a sub-set of this, 
refers to the transfer of formal and informal learning arising from a course or workshop (Broad & Newstrom, 2001). 
Most commentators and researchers (e.g., Haskell, 2001) believe that transfer can occur if it is promoted and 
repudiate the idea of some (e.g., Bereiter, 1995; Detterman, 1993) that it will take care of itself or that it cannot be 
readily achieved.  This uncertainty has partly arisen because transfer has always been a bewildering, controversial 
and complex concept (Barnett & Ceci, 2002; De Cort, 1995) – as early as the beginning of the 20th century it was 
characterised by debate and opposing research paradigms (Leberman et al., 2006).  This discussion has often centred 
upon four diverging perspectives: the identical elements, gestalt, formal disciplines and, in more recent times, the 
cognitive approaches. The identical elements theory emphasised the specific transfer of specific skill and hence 
importance was attached to similar elements in the training and target environments (e.g., learning to drive a car by 
use of a simulator). Gestalt explanations highlighted the specific transfer of a general skill to various target settings 
such as the common use of problem-solving skills in various settings, for example educational and medical contexts. 
The proponents of both perspectives were unanimous in opposing the alternative formal disciplines account (e.g., 
Binet, 1899) which implied that transfer could occur via the general transfer of general skills (e.g., the disciplined 
learning of Latin could improve outcomes in unrelated content areas) (Mayer & Wittrock, 1996).  
In more recent times, with the emergence of an emphasis upon cognitive research, there has been a renewed 
interest in transfer of training and an emphasis upon the importance of meta-cognitive control of specific and 
general skills for transfer (e.g., Brown, 1989), an approach which has combined some aspects of the previous 
theoretical explanations (Mayer & Wittrock, 1996). Nevertheless, discussion and debate about the theories and 
operationalisation of transfer have continued, one benefit being understanding, conceptualisation and the 
development of applied training programmes have been advanced.  
The Baldwin and Ford (1988) paper was an impetus for the resurgence of transfer with its detailing of an input-
process-output model of transfer of training. Not only did this foreshadow the development of theory-research-
practice links but also considerable discussions, alternative explanations, and development of competing models.   
For an extensive outline of theories and models of explanation up to 2002, refer to McDonald (2002).  This interest 
has subsequently been sustained in an international context that recognises the importance of new learning 
paradigms emphasising relevancy of theory-practice links, the significance of knowledge, capital and global 
economies demanding meaningful, relevant and transportable information and the awareness that training funding 
did not necessarily result in transfer (Leberman, et, al., 2006).  Evidence of this renewed interest in transfer can be 
identified by the flood of reviews in periodicals relating to transfer theory-research-practice issues  (e.g., Baldwin, 
Ford, & Blume, 2009; Blume, Ford, Baldwin, & Huang, 2010; Burke & Hutchins, 2007; Cheng & Hampson, 2008; 
Cheng & Ho 2001; Ford & Weissbein, 1997; Grossman & Salas, 2011; Holton, Bates, & Ruona, 2000; Lobato, 
2006; Merriam & Leahy, 2005; Yamnil & McLean, 2001). Furthermore, there has been numerous texts (e.g., Broad, 
2005; Broad & Newstrom, 2001; Carnes, 2010; Cree & Macaulay, 2000; Haskell, 2001; Kirwan, 2009; Kraiger, 
2002; Leberman et al., 2006; Mestre, 2005) examining the theoretical, conceptual, and practical issues in depth. 
Although this literature indicates that a number of theoretical, operational, and practice differences remain and more 
research is needed, there is increasingly a growing understanding about what can facilitate transfer. It is noted (e.g., 
Blume et al., 2010), however, that many transfer strategies are likely to be interactive and impact may be 
multifarious and that further research is needed to identify the relationships between these factors.  Nevertheless, the 
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resources detailed above have been drawn upon to create the TOTA outlined in this paper and reference may need to 
be made to these to locate additional information about the use of the strategies.  The following key findings and 
commentaries along with clinical practice ideas and contextual issues have provided the basis for the TOTA.   
• The definition of transfer of training involves the learner, content and context. Its  characteristics are variably 
considered (e.g., McDonald, 2002) but in general it is agreed that transfer involves generalisation to a new 
context that has at least some similarities or, a preparation for future transfer (Bransford & Schwartz, 1999);  
• Transfer is a process that emphasises the importance of trainee qualities, the trainer and training programme and 
the colleagues and context of the learner (Baldwin & Ford, 1988);  
• The development of a programme that emphasises before-during-after dimensions interacting with key personnel 
roles (Broad & Newstrom, 2001) is a useful process model (Foxon, 1993, 1994) to plan for successful transfer; 
• Evidence-based practice using qualitative (e.g., McDonald, 2002) and quantitative (e.g., Holton et al., 2000) 
studies as well as clinical practice ideas (e.g., Cree & Macaulay, 2000) can contribute to the knowledge base to 
develop successful transfer programmes; 
• Assessment practices highlight the significance to be given to transfer and provide a vehicle for enhancing 
transfer effectiveness (eg., Cheng & Ho, 2001; Cree & Macaulay, 2000);  
• Relatively little research has been undertaken on the transfer of training dimensions for professionals in training 
and PD programmes. Some of the professional practice case studies ideas of Daffron and North (2011) have been 
documented as have some of the key ideas about transfer in teacher PD (e.g., Showers & Joyce, 1996, 2002; 
McDonald, 2002).  Some health professional findings (e.g. Yelon, Resnich, & Slight, 1997; Yelon,  Sheppard, 
Sleight, & Ford, 2004), which are likely to have relevance to other professionals, have also been used; 
• There are different types of transfer requiring different approaches (Schunk, 2004). For example, near transfer 
(often with closed skills) refers to similar contexts while far transfer (often open skills) explains transfer to a 
dissimilar situation;   
• A strategic planned transfer of training instructional design is desirable. This should identify key principles and 
associated practices about what is already known and is successful in educational psychology (Daffron & North, 
2011; Halpern & Hakel, 2002; Haskell, 2001) and then incorporate a range of strategies to create the plan; and 
• Professional learning and motivational issues are inextricably related to transfer (e.g., McDonald, 2012). 
3. Transfer of Training Audit 
The objective of a transfer of training audit is to identify areas in training and professional development that 
could improve impact effectiveness. There are five phases to an audit: (1) awareness of the dimensions of transfer, 
(2) specification of requirements, (3) planning of the training/PD programme and incorporating the transfer 
strategies, (4) implementing the strategies in the programme (etc.), and (5) evaluation of the results (Wilkof & 
Ziegenfuss, 1995).  It identifies approaches and opportunities, establishes a baseline, identifies the gaps, and directs 
the planner/trainer toward training/PD initiatives. This audit emphasises transfer of training as it relates to 
professionals’ performance and acknowledges the significant research that has developed around the Learning 
Transfer System Inventory (LTSI) (Holton et al., 2000). However, TOTA rests upon an evidence-based approach 
(Hoffmann, Bennett, & Del Mar (2010) utilising information from research, clinical experience, practice and ideas 
related to the learners’ situation and has not been subject to the rigorous statistical examination as the LTSI.  
 











Has a needs assessment (for the organisation and individual) 
been undertaken? 
    
Has a return on investment plan (identification of the benefits in 
relation to the actual costs of the training) been developed?  
    










Will collaborative planning by key stakeholders (e.g., trainer, 
participant, and manager) be a feature? 
    
Is the overall planning centring upon roles and responsibilities 
of the learner, trainer and work personnel linked to before, 
during and after training phases? 
    
Does the planner/trainer know the content field and 
organisation? 
    
Do all trainers understand each other’s plans and content prior 
to commencement of course? 
    
Was selection of the trainer based upon reputation/status?     
Will the training site be inviting, realistic and suitable for the 
learning activities? 
    
Will participants’ and organisations’ learning goals be 
established? 
    
Will there be pre-programme activities (e.g., readings) for 
participants? 
    
Will the participant have the support from managers, 
colleagues, significant others to enroll in the course? 
    
Will it be voluntary participation of participants?     
Will the training meet the meta needs of participants in terms of 
training approach? Will it be a plan to:  
• Re-energise?  
• Provide practical ideas? 
• Present ideas to use later?  
• Be a forum to discuss? 
• Provide observations and modelling opportunities? 
• Combine a combination of these? 
    
Will the participant be motivated to engage: 
• By being aware that others are/have done the course 
• As it is perceived that there is also value for colleagues, etc. 
• Because information about the value of content for work 
setting is given? 
• Because they can relate the course to career goals? 
• As they will know what to expect (content, methods, 
outcomes) 
    
Will any resistances resistances/sanctions related to the course 
be able to be accommodated /altered? 
    
Does training promote professionalism: create allegiance to 
professional practice, recognise variations in nature of that work 
and the culture (e.g., goal setting, attitudes, communication 
styles) and recognise autonomy of the participant?  
    
Has an allowance been made to meet the differing cognitive 
abilities and self-efficacy of participants?  
    
Will advance organisers be used to inform participants about the 
sessions? 
    
Will participant conscientiousness (being thorough, careful and 
vigilant) and openness be promoted? 
    
Will participants be encouraged to engage in pro-social out-
going behaviours to work well with others? 
    










 Will the participants’ experiences be used to construct meaning 
for the learning?  
    
Will opportunities be provided for adaptations of approaches 
because of participants’ experiences and target context 
requirements? 
    
Will the training programme accommodate the needs of the 
participants from different cultural (and other diverse) groups? 
    
Will manager(s) and colleagues be able to promote positive 
attitudes to learning? 
    
Are social events planned prior to the training for participants, 
trainer etc.? 
    
Will all intending participants be given information about 
course requirements (e.g., attendance, tasks completions)? 
    
Are all of the key authorities of the participant (e.g., managers, 
agencies) approving of the course? 
    
Is the timing of the course (during day, year, etc.) favourable to 
participants? 
    
Will there be a positive psychological climate for learning? Will 
it be facilitative, accepting, trusting, fun and promote leadership 
and fellowship? 
    
Will the content be in-depth and provide background learning 
about the topics?  
    
Will the learning be credible, relevant, practical and believable 
with realistic issues considered? 
    
Will ample different examples be used for training?       
Will varied, active, stimulating, interactive and independent 
learning strategies be used (e.g., role plays, case studies, 
simulations, analogies) and some choices given to participants 
to choose approaches? 
    
Will there be some opportunities for error-based learning and 
then learning how to correct this? 
    
Will specific concepts be discussed but then the broader 
issue/context considered? 
    
Will the learning of closed skills (e.g., computer programmes)  
and open skills (e.g., leadership competencies) be understood as 
having different motivational processes (i.e., immediate 
application on  the job with reward/punishment – Vs -  seeking 
others to support and provide  opportunities to apply)?  
    
Can identical training conditions (especially for closed skills) be 
developed but also teaching of general principles (especially for 
closed skills) for numerous contexts? 
    
Is there a cycle of theory/new ideas, demonstration and 
behavioural modelling, much practice (including coaching) and 
being observed with feedback planned? 
    
Will frequent feedback for application/implementation be given 
in training? 
    
Is mostly spaced but repetitive learning being mainly adopted?     
Will practice of whole techniques be the predominant approach 
but use of part learning (shaping up) adopted if necessary? 
    










Is the intention to have a mixture of approaches but emphasis 
upon collaborative cooperative strategies and problem-based 
learning? 
    
Will the socio-cultural context for application of ideas be 
considered prior to implementation? 
    
Will the programme include participants’ ideas, experiences, 
observations, memories (etc.) and specifically include them in 
the teaching sessions, develop participant meaning (via 
activities to assist comprehension and understanding) and 
positive attitudes (by relating to learner’s situation) and also 
demonstrate competence in learning (in and out of the training)? 
    
Will an objective of the training be to develop participants’ -
esteem – image and – awareness? 
    
Will participants be encouraged to develop personal mastery 
objectives (rather than just looking good to others) and seek 
feedback to improve? 
    
Will the participants be encouraged to adopt an internal locus of 
control (belief in own agency to manage changes) and 
perception of ability to manage environmental obstacles? 
    
Will the participants’ understanding of the transfer process be 
developed? 
    
When there is presentation of new ideas, the learner will be 
taught to think of them in transfer terms 
    
Participants will know what job-related ideas are to be 
transferred and that they can be transferred 
    
Will the participant be encouraged to adopt openness, flexibility 
and relish using new ideas? 
    
Will the trainer demonstrate important qualities: able to build 
relationships, facilitative nature, be a good a listener, and adopt 
collegial, professional response? 
    
Will the participant be encouraged to work alongside fellow 
participants and help them when necessary? 
    
Will records of the course content (e.g., cue cards, summaries, 
procedural notes, course booklet) be made available during and 
at the end of the course? 
    
Will the session times be sufficiently flexible to accommodate 
variation in time demands of the course activities? 
    
Will management and colleagues positively acknowledges 
effort on return to work? 
    
Can the learner’s readiness to use, develop and modify ideas be 
promoted on return to work? 
    
Will provision be made for the trainer to follow-through and 
monitor/help in the after phase? 
    
Will participant have energy, time to reflect, resources made 
available,  opportunity to use ideas and be able to integrate the 
ideas into practice on return to work setting? 
    
Will rewards for the participant be put in place (e.g., 
acknowledgements of effort, responsibility for implementing 
new ideas with others, etc)? 
    










Can the participant be given time to network with others and 
observe others implementing same ideas? 
    
Will an action plan for implementation of ideas to be developed 
for immediate and repeated use of ideas as soon as possible 
after training along with continued development of ideas? 
    
Will a plan for post training maintenance of the new ideas be 
developed? 
    
Will measurements of the introduced ideas and impacts be   
promoted? 
    
Will there be opportunities for informal sharing of new ideas in 
the work setting? 
    
Can there be promotion of manager (etc.) support for 
implementation and avoidance of manager sanctions? 
    
Can support by participants be given to peers to use the new 
ideas? 
    
Will on-going coaching of ideas by teams and/or peers be 
developed to support the implementation of the new ideas? 
    
 
4. Conclusion 
In this paper the nature of transfer of training and some of its features have been identified. Transfer is a 
multifaceted process, at times bewildering and contentious but nevertheless, it has an importance because it is the 
foundation for future learning and action. The objective of training/PD is the facilitation of new learning and the 
subsequent application of ideas and re-visioning of these but, if this does not eventuate, the value of the learning is 
questionable. The TOTA, although in a formative phase, provides a vehicle for training/PD planners to audit 
programmes to identify practices that could be incorporated into a coherent strategic plan to promote effective 
outcomes.  
There is no more important topic in the whole psychology of learning than transfer of learning... practically 
all educational and training programmes are built upon the fundamental premise that human beings have the 
ability to transfer what they have learned from one situation to another. (Desse, 1958) 
The TOTA has been devised to facilitate this development. It is a means of identifying a range of key ideas that 
can provide a platform for development of a systematic transfer plan and thereby enhance the effectiveness of 
training/PD outcomes.  
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